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CHAPTER I
INTRODUCTION
Teachers and administrators alike recognize that
desirable personnel practices must be developed and maintained before education of children can move forward.

A

good teacher cannot be at his best when teacher morale is
low and a feeling of insecurity exists.
Results in teaching, whether good or bad, are not
imnediately evident or obvious.

If damage has been done as

a result of incompetent teaching, it cannot be easily
rectified.

In fact, the danger of permanent injury to the

student is very great indeed.

I.

STATEMENT OF THE PROBLEM

One of the most serious problems confronting the
beginning high school principal is that of teacher
evaluation.
Currently, teacher evaluation comes reasonably close
to being the most discussed subject among educational practitioners.

The literature on the topic is multiplying

rapidly as people attempt to analyze, delineate, and
appraise its various facets.

The case for a good plan of teacher appraisal is not
difficult to make.

It is obvious that teachers vary widely
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not only in the quantity but in the quality of their
services.

Some are far more worthy of recognition, in a

nonmaterial sense, than others.
The appraisal of teaching performance has baffled
both teachers and school administrators.for half a century.
The difficulty, in part at least, stems from an uncertainty
of whether the teacher as a person or bis teaching performance should be the focal point of appraisal (15:6).
A second complexity results when the purpose of the
appraisal is not made clear.

Complications arise when ft

is primarily an inspectional process for the purpose of
rating the teacher.

The appraisee often is dissatisfied

with what the "rater" elects to observe and evaluate.

The

appraiser frequently isn't skilled and perceptive in making
observations.

Judgments are often inconclusive and

superficial.
The purpose of this paper is to set forth some guidelines which may prove useful to the beginning high school
principal in one of the most important aspects of teacher
and staff morale--teacber evaluation.
II.

IMPORTANCE OF EVALUATION

The evaluation of merit is a matter of great
importance both to officials responsible for the
management of the schools and to the teachers themselves. Boards of education which are responsible
for the professional, economic and social security of
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teachers insist that merit be carefully appraised and
not taken for granted or determined by snap judgment.
Teachers whose professional careers are at stake
naturally object to a perfunctory type of rating by
administrative officers to be used in determining
salary and professional status. All should recognize, however, that some kind of evaluation of merit
by school officials responsible for the services of
teachers is inevitable. The critical issues are the
purpose of evaluation and the means by which it is
made (12:349).
Within recent years there has been much discussion of
the need for determining teacher pay on the basis of
teacher competence.

There has been increasing dissatis-

faction with the established practices of relying upon,
levels of formal education and amounts of teaching experience as criteria for determining salary.

While both

measures have some value, they are not, either singly or
together, valid methods of establishing the level of competence of the individual teacher.

Recognition of this fact

has led to increasing concern for the use of other ways of
measuring the effectiveness of the teacher and hence
determining salary.
into wide use.

Thus, the term "merit-rating" has come

But the problem has been how to determine

merit.
Some professional educators and others believe that
teachers could be rated on the basis of pupils' subjectmatter achievement, but the functions of teaching include
much more than merely helping students to acquire information.

How can the influence of a teacher on a group of
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children be measured?

There are also different views on

what constitutes good teaching as evidenced by the fact
that some teachers who have advanced degrees and years ot
experience are considered poor teachers by some persons,
and excellent teachers by others.

Also, competent

observers observing the same teacher simultaneously may
disagree on the quality of the teaching observed.
Teacher merit-rating, like other procedures, must
sta.nd the test of whether or not it improves the quality of
instruction in the classroom.

The Commission on Teacher

Evaluation of the Association tor Supervision and Curriculum Development notes that teacher-rating plans often tail
to improve the instructional program because they do not
respect individual personality, tend to encourage conformity rather than action or thinking, fail to use cooperative social action, and lack qualities of cooperative
evaluation (11:44).

III.

LIMITATIONS OF THE STUDY

Only those evaluation processes and criteria which of
necessity become paramount to the appraisal process are
covered in this paper.

No attempt has been made to cover

all methods of teacher evaluation.

Such tools as teacher

committees and administrative committies have been omitted
from this study.
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IV.
Appraisee.

DEFINITION OF TERMS

Throughout this report, the teacher

being evaluated will be referred to as the appraisee.
Appraiser.

The appraiser, as referred to throughout

this report, will be the high school principal.
Rating scale.

One of the methods of measuring

teacher efficiency is the rating scale.
have been devised and used.

Many such scales

Some of the more popular a~e:

(1) standardized scales; (2) self evaluation scales; (3)
pupil evaluation scales; and (4) scales devised by the
local district or staff.

§!ll

appraisal.

In this report, self appraisal is

considered to be either subjective or objective in nature.
It implies the need for the teacher to look critically at
his existing educational program and teaching practices.
Teacher. efficiency.

Throughout this paper, this term

is used to denote the performance of the teacher.
Teacher rating.

This report makes frequent reference

to the comparison of teachers.

Comparison may be made of

the separate traits of one teacher or of several teachers
in various ways.

Factors such as background, interests,

ability, efficiency and others may be compared.

CHAPTER II
THE PROCESS OF TEACHER APPRAISAL
I.

WHAT TO APPRAISE

Is it the teacher or his performance that should be
appraised?

Experience shows that a satisfactory answer to

this question is not always found before appraisal is
undertaken.

This accounts for confusion, if not for obsta-

cles, in obtaining gratifying and lasting results.

There

is considerable experience to support the view that the
valid appraisal of the teacher, as a person, is most difficult.

It is one of the reasons for much of the distate

which teachers often express for the process itself (15:8).
The difficulty of appraising the teacher is intensified when there are more weaknesses than strengths, for it
requires a great deal of emotional maturity on the part of
the teacher and consummate skill by the appraiser in making
sound judgments.

A diagnosis of what is lacking is not

enough; correcting the deficiencies is more important.

It

is of upmost importance that appraisal be pointed toward
the improvement of the performance of the teacher (15:8).
Teacher-characteristic studies have been done to help
discover which traits, or combination of traits, are closely
enough associated with teacher performance to permit
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prediction of such performance.

Among these traits are

intelligence, knowledge of subject matter, scholarship,
educational background, age and experience, professional
knowledge, cultural background, socio-economic status,
teaching attitude and interest, and voice and speech
characteristics (10:56).
Fields of Performance
The teacher functions in many areas so it is important
to identify those which constitute the major emphasis of
his work.

It is in these major areas that his performance

will be evaluated.

Redfern (15:10) suggests the following

major fields of performance:

(1) Classroom instruction;

(2) Consultation with individual pupils; (3) Professional
participation; (4) Effective communication; and (5) Selfcriticism and analysis.
It should be understood that these five major areas
of responsibility are not necessarily the ones which the
teacher and appraiser may select in all situations.

The

important point is that evaluation should start with the
identification of the major areas of responsibility
(15:10).
Classroom instruction.

The instructional responsi-

bilities of the teacher are of prime significance in consideration of his total job performance.

The specific
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nature of the activities comprising instruction must be
identified.

Effectiveness may be judged with reference to

the following factors:
1.

Extent and quality of basic preparation.

2.

Degree to which knowledge is current and abrest
with developments.

3.

Evidence of planning and good organization.

4.

Rapport with pupils.

5.

Recognition of differences in capacities and
interests of pupils.

6.

Extent to which instructional techniques are
resourceful and challenging.

7.

Others

The teacher, with the help of the appraiser, must
think through the instructional requirements of his job and
identify those aspects or activities of instruction that
are inherent in it.

It will then be possible to identify

those that need strengthening, the singling out of what may
well become some of the performance targets for the year
(15:11).

Consultation!!!,!!! individual pupils.

The second

major area is that of consultation with individual pupils.
The successful teacher is more than a purveyor of subject
matter; he is a "counselor" of pupils, obliged to know
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their backgrounds and needs and able to consult with them
as problems arise.

Sometimes, the constructive and sup-

portive influence of a dedicated teacher, has more to do
with the successful education of a pupil than any other
aspect of his total learning experience.
Effective communication.

Effective communication is

sometimes called the "public relations" aspect of teaching.
While he has ample opportunity to boost education, he can
both by actions and words downgrade it and lessen the confidence of pupils, parents, and the public in the purposes
and program of the school system.
Exemplary personal example is the best means of
interpreting education as a profession.

The ethical

behavior of the teacher establishes the tone and the climate of the educational enterprise.

The teacher should (1)

be aware of the ethical standards which have been adopted
by local, state and national teachers' organizations; (2)
adhere to these ethical standards; and (3) conduct himself
in word and deed in conformance with these ethical codes
(15:13).
Professional participation.

Professional participa-

tion means that the teacher should be willing to contribute
time and knowledge to the development of curricular materials so that the educational program may be enhanced; a
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willingness to develop better teaching materials in his own
classes; and consenting to participate in groups and committees in the developing of instructional materials which
may be used by the system as a whole (15:13).
Self-criticism and Analysis
Self-criticism and analysis implies the need for the
teacher to look critically at his existing educational program and teaching practices; a willingness to appraise the
effectiveness of his performance, and to judge the adequacy
of the results being achieved (15:13).
During the school year, problems are sure to arise.
In solving these problems, with the aid of the principal,
much can and should be done to give the teacher an insight
into his strengths, shortcomings, capabilities and needs to
successfully do the work.
Appraising the Teacher's Health
One of the very important factors contributing to
continued growth in service is good health.

There is

probably no other profession that demands more physical
stamina and staying power than does teaching (3:575).
According to the most recent data, only 28 per cent
of the country's school systems require physical examinations of their teachers.

Aside from the dangers of con-

taminating children with infectious diseases, teachers who
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are irregular in attendance at school or who tire easily
under the tremendous strain of dealing with children are
serious handicaps both to wholesome learning of youngsters
and also to the wise expenditure of public money.
Efforts to screen out those teachers with health
deficiencies are increasing.

Institutions which prepare

students tor teaching are gradually assuming responsibility
for determining the health conditions of prospective
teachers (18:1).
Appraising the Teacher's Personality
The personal factor is of basic importance to all
activities in which individuals or groups work together.
Democratic leadership exercised among equals is impossible
without certain characteristics of personality (10:577).
Numerous studies have attempted to define the teaching personality.

While nearly all experts agree that per-

sonality is a significant factor in successful teaching,
few authorities would conclude that research has measured
personality characteristics in any refined manner (15:4).
Since the situation at present is somewhat confused
as far as definite help from research is concerned, it
would be well that those who employ teachers have some criteria in mind.

Vander Werf (18:4-5) suggests the following:
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A teacher must be:
1.

A good specimen of our culture who should
possess respect for self and others and generally behave as a free person in a free
society.

2.

Intelligent enough to think with power and be
able to stimulate most of his best students to
do likewise.

3.

Emotionally controlled so that he can be as
flexable as the situation demands, drive
steadily toward self-imposed goals, and maintain balance or recover quickly in adversity.

4.

Imaginative in following one or more special
aptitudes.

s.

A well-rounded person of many interests who is
capable of reading in widely different fields.

6.

One who likes people and can work with them
but not be emotionally dependent on them.

7.

Convinced of the power of the education and
the teachers• worth in society.

8.

A superior teacher has a wholesome personality,
a sound character, and enjoys good physical,
mental and emotional health. The teacher
should give evidence that he:
1)

Is well groomed and dresses appropriately.

2)

Has a pleasant voice, and is friendly,
enthusiastic and tactful.

3)

Is free from annoying mannerisms, bad
breath, body odor, etc.

4)

Is alert and punctual.

5)

Uses good English

6)

Has high ethical and moral standards.

7)

Is tolerant and open-minded.

8)

Is emotionally well-balanced.
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Interviewing candidates for teaching positions is one
of the most widely used procedures.
practiced by all school systems.

In fact, it is

The most important reason

for having interviews is to secure a general appraisal of
the candidate's personality (18:5).
Appraising the Teacher's Ability and Intelligence
Vander Werf (18:8) suggests that a teacher should
know at least the following:
1.

The contributions of men and times to the
development of society as we know it, as well
as important issues now confronting mankind.

2.

His own special field and its relationship
with closely allied fields.

3.

How children grow and develop, and how to
adapt "a" and "b" to growth levels.

4.

How students learn and how to structure "a"
and "b" so that desirable outcomes result.

5.

How to communicate effectively in standard
American speech and writing.

6.

How to find answers to many of his own
problems through his own research or through
the application of the research of others.

7.

How to unify all of his knowledge into a
meaningful philosophy.

This list, coupled with the list in the previous
section, indicates that the teacher must be a well-rounded
person, must have pursued his special field with depth and
breadth and must have a wealth of psychological background.
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II.

METHODS OF APPRAISAL

At present, over-all administrative opinion is probably the most widely used measure of teacher competence.

It

appears, however, that administrative ratings, although
they may show reliability among different raters, lack
validity in identifying superior teaching (10:56).
Rating Devices
Rating devices of some sort are the most frequently
used means of assessing teacher competence.

Usually, how-

ever, there is no clear delineation of what relevant
behavior is (10:56).
There are numerous approaches to the measurement of
teaching efficiency, such as, measures of qualities
commonly associated with teaching efficiency; measures of
knowledge, skills and attitudes though essential to teaching efficiency; measures of teacher behavior and performance, and pupil growth.

For each of these approaches a

variety of measuring devices have been employed:

tests,

rating scales, behavior records, questionnaires, interviews, inventories, autographics, etc. (12:349).
Of the five major types of rating devices, the check
list has the greatest usage.

This type of scale consists

of a series of qualities commonly associated with good
teachers.

These qualities are evaluated by the rater and

15

the evaluations totaled to arrive at a composite rating of
the teacher.

The ratings of the individual qualities may

be considered with the teacher as a means of diagnosing
needs for improvement (12:349).
In the guided-comment scale, the rater is required to
write out comments on a number of leading questions or suggestive topics.
are:

Typical guides used to stimulate comments

(1) Has the teacher shown improvement?

(2) Should

any change of grade or department work be made in assignment next year?

(3) Has the teacher any special excellence

or accomplishments (12:349)?
The characterization report simply requests the rater
to characterize his total impression of the teacher's merit
with a single descriptive adjective or letter.

Sometimes

characterizations require the rater to justify his mark by
explanatory statements.
In the descriptive type of report, the rater is
required to write a paragraph or two describing the merit
of the teacher (12:349).
Numerous other types of rating devices exist, but the
ones listed are generally considered to be the most popular.

In some instances, the appraiser might find it advan-

tageous to use a combination of these devices to fulfill
his needs.
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Pupil Reaction
The classroom situation is one of continuous
reaction as is life itself (6:41).
If the above statement is true, it then seems logical
that special attention be focused on the reaction of pupils
to teachers and teaching if we are to properly analyze the
teaching function.

Unfortunately, we cannot expect to

fully determine the reactions of pupils through casual
observation in the classroom because pupils so frequently
conceal their true reactions.

The most important respo~ses

are most likely to be unexpressed.

For this reason, if we

are to use pupil reaction as a basis for appraisal of
teachers, it will be necessary to obtain the voluntary
reactions of pupils given in full confidence without
control or restriction (6:41).
Attention should perhaps be called to the fact that
pupil opinion of a teacher is but one form of pupil
reaction.

It is also of interest that pupils are capable

of very good judgments of their teachers.

Studies indicate

a very high correlation (.68) between pupil ratings of
their teachers and teacher ratings of each other (6:42).
The studies of pupil opinion and reaction clearly
indicate that persons dealing with the problem of teacher
evaluation will do well to appraise such teacher qualities
as fairness, sympathetic understanding, cheerfulness,
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enthusiasm, respect for the individual pupil, ability to
hold interest, thorough knowledge, and adequate control.
What degree of importance the principal attaches to these
qualities is beside the point.

Their importance to pupils

is such that proper pupil-teacher relationships and maximum
effectiveness of the teacher cannot be obtained without
these contributing factors.
III.

THE APPRAISAL PROCESS

The appraisal process must be kept understandable and
simple.

Involved procedures, excessive paper work, and

complicated requirements are usually unproductive.

Per-

formance appraisal should strive for as much simplicity as
possible.

It is important to emphasize the fact that the

appraisal of performance is a cooperative and shared
endeavor on the part of the appraisee and appraiser.
Establishing Performance "Targets"
The first task is to define the scope of the teacher's
job.

Fields of performance have been discussed earlier in

this paper.

The school system and particularly the head of

the system, at the time the procedures are being developed,
has to make the choice as to what the guidelines for
defining the teacher's job should be.

The appraisee and
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the appraiser have the responsibility of deciding how many
performance targets there will be (15:30).
Once the performance targets have been identified,
the next step is to agree upon the process or procedure for
working on them.
Mechanics of Appraisal
There must be some mechanics of appraisal.

These

should be clearly understood by both the appraisee and the
appraiser.

The appraisal form, check list or instrument

which will be used should be clearly understood, especially
by the former.

There should be a clear understanding as to

the records that will be kept and used.

The appraiser

should make very clear all techniques that will be used in
making the final judgment of performance effectiveness
(15:33).
IV.

THE APPRAISAL CONFERENCE AND ITS UTILIZATION

One of the more important changes in the philosophy
of teacher evaluation has been in the nature of the supervisory conference between the principal and the individual
teacher.

Formerly the principal confronted the teacher

with criticisms, and fairly commonly with suggestions relative to ways in which the teacher or the instruction might
be improved.
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In more recent times the teacher-principal appraisal
conference has been used as an instrument of teacher evaluation.

The purpose of the conference is to help the

teacher help himself, to the end that instruction is
improved and the students, teacher, and school benefit.
Pre-appraisal Conference
In general, it is useful to hold a pre-appraisal conference with the teacher.

The following major items should

be covered in the pre-appraisal conference:

(1) The

purpose of appraisal should be gone over so that the
teacher is left with no doubt in mind as to why he is being
appraised and what outcomes are hoped for.

(2) The role of

the principal and teacher should be gone over and understood by both.

(3) The step by step process of appraisal

should be delineated (15:67).
Appraisal should be interpreted to the teacher as
being a part of the total process of teaching performance
with a close relationship to over-all accomplishment.
Every effort should be made to minimize the possibility of
it being considered an "extra requirement" outside the
normal expectations of teaching performance.
In the pre-appraisal conference, the nature of the
teacher's job, the establishment of teaching targets and the
appraisal process itself need careful consideration (15:67).
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Self-appraisal by the Teacher
At a predetermined time, the appraisee should make a
self-analysis of the year's work in relation to the performance targets.

The purpose of self-appraisal is simply

to make an assessment of how well the year's work has gone.
A self-inventory can be a very rewarding experience
(15:36).
Thoughtful self-appraisal is a process of reporting
as honestly and accurately as possible how well the
appraisee feels he has done in each of the areas of
performance.
Experience shows that the strong teacher, by and
large, tends to under-evaluate his achievement while the
weaker one tends to overestimate it (15:38).
Appraisal Conference
The appraisal conference is a vehicle for sharing
observations, comments, ideas, impressions and other means
of making a good assessment of job performance.

It has

been said that of all aspects of appraisal, a good
appraisal conference pays the greatest dividends (15:39).
Redfern (15:51) lists the following guidelines that
appraisers should follow in order to achieve a profitable
and rewarding appraisal conference.
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1.

Avoid the "boss complex." Help the teacher
feel that the principal doesn't consider himself foremost as a member of the "administrative hierarchy."

2.

Clarify the role of the principal and teacher
in the appraisal setting.

3.

Seek to establish that both the teacher and
the principal should be primarily concerned
with the educational welfare of the pupil
rather than in their own self-interest.

4.

Be conscious that the appraiser's personality,
as well as that of the appraisee--good or bad,
will have an influence upon achievable
results in the conference.

5.

Strive for unity in leadership effort and
action among all administrators in the
building.

6.

Be willing to let the teacher express his
feelings in the conference without risk of
censure or reprisal even if they may be
markedly different from those of the appraiser.

7.

Provide for privacy.

8.

Safeguard the confidential nature of any
matter requiring it.

9.

Avoid asking for opinions on the spot; allow
time for consideration.

10.

Strive for a climate of mutual respect.

11.

Be prepared to take as well as give.

12.

Be honestly committed to the concept that
teacher, principal, and supervisor are
members of a team working for the best interests of a good educational program.

13.

Take the initiative in encouraging the
teacher to make constructive criticisms.

14.

Provide opportunity for the discussion of
school problems.
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15.

Invite suggestions; when made try to do something about them.

16.

Don't give the teacher the brush-off when
problems are presented.

17.

Be aware of what the teacher is doing in his
classes.

There is no recipe for conducting a good appraisal
conference.

Ample preparation is a necessity.

The

security of knowing that the appraiser's obligations during
the year have been fulfilled will also contribute to the
success of the conference.
ever, is experience!

The biggest contribution, how-

Only as the principal conducts many

conferences is he likely to feel completely confident and
sure of himself in the conference.
Follow Up
The type or types of post-conference activities planned for the teacher should correlate with the specific
weaknesses revealed through the evaluation conference.

The

efficient teacher may be given an opportunity to serve on
system-wide committees or activities wherein his talent may
be utilized.

On the other hand, a weak teacher may gain

understanding and strength through serving on such a
committee.
Conferences with principals, counselors and other
teachers provide valuable information or suggestions to
teachers working on a specific problem.
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Assigning a beginning or inefficient teacher to an
experienced and skillful staff member may be, in some
cases, more instrumental in bringing about improvement than
any other technique.

This plan is especially helpful with

teachers who may profit most from direct example (15:54).
Appraisal Utilization
The appraisal process is merely a means to an end.
The end, of course, is the improvement of the performance
of the individual.

Improvement can come about in two w~ys.

First, and perhaps most important, it can be achieved
through the efforts of the appraisee himself.

To the

degree that he becomes self-enlightened and sensitive to
his own strengths and shortcomings and begins to see the
need for improvement, will he be in an advantageous position
to move forward in his own improvement and development.
The second course which can help bring about improved performance is the leadership, help, guidance, and stimulation which the appraiser can provide the teacher (15:55).
The outcomes of appraisal will, therefore, be found
in the efforts which will be taken both by the appraisee
and the appraiser to correct what may be considered as
deficiencies and to consolidate and further develop what
may be considered to be the successes of performance.

A
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good appraisal merely provides the data and information for
further improvement and increasing the effectiveness of the
teacher.

CHAPTER III
SUMMARY AND CONCLUSIONS
I.

SUMMARY

Throughout this paper, the writer has attempted to
formulate simple guidelines which can be used by the beginning high school principal in the teacher evaluation
process.
Fields of teacher performance were discussed firs~,
as this covers the major aspect of the teacher's work.
These fields include:

(1) classroom instruction; (2) con-

sultation with individual pupils; (3) professional participation; (4) effective communication; and (5) self-criticism
and analysis.
Other major factors which influence the teacher's
effectiveness and were considered in this paper were:

(1)

teacher's health; (2) teacher's personality; and (3) the
teacher's ability and intelligence.
Basic methods of teacher appraisal which were covered
were:

(1) the various rating devices; (2) pupil reactions;

and (3) the appraisal conference.

Other methods of

appraisal were omitted as the writer felt the ones listed
constituted the more important facets of evaluation which
would be used by the principal.
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II.

CONCLUSIONS

The weight of professional opinion supports
teacher evaluation as a service to the teacher. It
is not conceived as an altrustic service, since its
primary purpose is the safeguarding of the pupil
(12:350).
It is agreed that evaluation should be a guidance
procedure, involving co-operative planning and wise counseling for the improvement of teachers on the job.

To the

extent that evaluation fails to result in teacher improvement, to that extent it becomes a disservice to the chi~d.
Evaluation when crudely carried out tends to defeat its own
ends.

This danger should not be permitted to induce the

fatal conclusion that because of the hazards in unsatisfactory evaluation it should not be attempted at all.

To

adopt such a conclusion is to place the difficulties of
evaluation ahead of the welfare of the child.
The principal would do well to follow these guideposts as he develops and initiates a program of teacher
evaluation:
1.

The criteria of good teaching, rather than the
particular instruments used, should be uppermost in the minds of both the appraisee and
appraiser. Any scales, check list, or other
devices, used should be thought of as guides
to determine the presence or absence of these
qualities.

2.

Evaluation is permeated with the idea of
improvement and growth through analysis of the
strengths and weaknesses of the person evaluated. It should be thought of as the basis
for guidance and constructive criticism.
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3.

Evaluation is of little value unless the weakness it reveals are corrected.

4.

It is necessary that the teachers be
thoroughly acquainted both with what is
expected of them, and with the appraisal
techniques being used.

5.

The cooperative atmosphere should be maintained in the application of whatever methods
may be selected. This may best be accomplished
through encouraging teachers to use some of
the methods of self-appraisal.

6.

Appraisal of teachers should be a continuing
rather than a periodic procedure.

7.

Evaluation is a guidance procedure. It should
be aimed at helping the teacher help himself
to the end that children may be more effectively taught.

8.

The evaluation process is unfair and inefficient if it does not attempt to discover the
causes of, and seek remedies for, the personal
problems, maladjustments, and frustrations of
the teacher (6:90).

Effective and fair evaluation of the teacher implies
much more than rating, testing, or measurement.

It involves

a critical analysis in terms of recognized objectives and
ideals.

No appraisal can be valid unless directly related

to the factors to be appraised.
Rating of teachers is not a new idea.

Teachers have

been and are being continually rated by the students, other
teachers, by administrators and by the community, particularly the parents.

Very few teachers are naive enough to

believe their work is not appraised.

All who come into

contact with the teacher's work will form opinions about it.
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It has always been so, and will continue to be so long as
there are teachers.
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